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ABSTRACT
This study investigates the relationship of entry age
to various data concerning enlistees' individual character-
istics and family background, educational background, civilian
labor force experience, recruiting process, and enlistment
characteristics and perceptions. Data collected in the 1979
Department of Defense Survey of Personnel Entering Military
Service were stratified into nine age cohorts according to
age at entry into active military service and examined
primarily using the technique of multiple classification
analysis
.
Analysis indicated that recruitment of a larger percen-
tage of older age individuals should significantly improve
the quality of enlistees. Analysis also revealed entry age
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1. U.S. Male Population Ages 17 to 21 15





The military branches of service access individuals
between the ages of 17 and 35, inclusive. Traditionally,
however, the military has relied upon very young enlistees
to provide the quantity of manpower necessary to perform
its missions. As Table 1 [Ref. 1: p. 12; Ref. 2: p. 119]
illustrates, for example, individuals 17 through 21 years of
age have accounted for 85 percent or more of the military
non-prior service accessions during the All Volunteer Force
years. Table 1 further illustrates that the percent of non-
prior service accessions 22 years of age and older has in-
creased monotonically during the All Volunteer Force era.
As indicated in Figure 1 [Ref. 1: p. 2], the number of
U.S. males who are 17 through 21 years old is projected to
decrease over the next decade. With current limitations
on female accessions and no plans for a reduction in military
manpower levels, there appears to be a significant potential
for a shortfall of enlistees. If a shortfall were to occur,
its occurrence and size would be functions of various factors
besides population that are generally considered to impact
upon the supply of enlisted personnel, including recruiting
and advertising efforts, economic conditions, relative pay,
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Figure 2 [Ref. 1: p. 3] indicates the projected number
of U.S. males over the next decade who are 23 through 29
years of age. Clearly one way to minimize the possibility
of a shortfall is to expand the supply of enlisted personnel
by continuing the previously noted trend of accessing
increasing proportions of personnel over 21 years old.
In addition to quantity, the quality of future enlistees
is potentially a problem. The introduction of numerous
sophisticated weapons systems requires high quality personnel
to operate and maintain the weapons systems. One previous
study indicated that older age enlistees may be better suited
to fulfill the increasingly technical emphasis to be placed
on future military manpower requirements [Ref. 2]. Specif-
ically, it found that "active recruitment of individuals
past the age of twenty may improve the aggregate quality of
recruits based on several behavioral indicators such as
education. .. and attitudes toward military life" [Ref. 2:
pp. 115-116] .
In summary, it is possible that recruiting larger numbers
of older individuals may provide a basis for overcoming both
the potential quantity and quality limitations associated
with the future supply of young males.
This study will investigate the relationship of entry age
to various data concerning enlistees' individual character-
istics and family background, educational background, civilian














































characteristics and perceptions. All of the data were
collected in the 19 79 Department of Defense Survey of Per-
sonnel Entering Military Service. In particular, indicators
of quality (for example, education) will be examined in an
effort to substantiate relatively limited evidence of higher
quality among older enlistees. Other data will be analyzed
to determine entry age relationships that might impact on
manpower policy (for example, marital status) . Since cur-
rent enlistment supply forecasting models generally ignore
the entry age of enlistees, greater understanding of the
relationship of age at entry to certain aspects of the
backgrounds, experiences, and perceptions of enlistees may
also prove useful in improving the accuracy of supply
predictions
.
This chapter ends with a discussion of the data base
and methodology used in investigating the effects of entry
age. The following chapter contains findings about the
relationship of entry age to survey data, divided into
sections on enlistees' individual characteristics and family
background, educational background, civilian labor force
experience, recruiting process, and enlistment character-
istics and perceptions. The final chapter briefly summarizes
this study.
B. DATA BASE
The 1979 Department of Defense Survey of Personnel
Entering Military Service was administered to enlistees
18

in the Armed Forces following execution of the
enlistment contracts at Armed Forces Entrance Examination
Stations (AFEES)
.
Enlistees were survey eligible if they
had no prior military service and enlisted in the active
Army, Navy, Air Force, or Marine Corps, either by entering
active duty directly or by delaying active duty for periods
of up to one year through the Delayed Entry Program.
Often referred to as the AFEES Survey, the survey was one
of several related data collection programs of the Rand
Corporation under sponsorship of the Office of the Assistant
Secretary of Defense (Manpower, Reserve Affairs, and Logis-
tics) . Its purpose was to provide data that could be used
in research and policy formulation concerning manpower issues
within the Department of Defense. Most of the information
collected in the AFEES Survey related either to the enlist-
ment decision process or to the characteristics and pre-
enlistment experiences of the respondent.
In order to account for possible differences among
individuals who enlisted at different times of the year,
the AFEES Survey was administered in two phases six months
apart. The first phase (Wave 1) was conducted in March and
April of 1979, and the second phase (Wave 2) was conducted
in September and October of 1979. Due to the large number
of questions asked, two survey forms were administered
during each phase.
Form 1 (Wave 1) and Form 3 (Wave 2) emphasized the enlist-
ment process. Form 2 (Wave 1) and Form 4 (Wave 2) emphasized
19

possible predictors of attrition and issues related to women.
Minor design differences between like Wave 1 and Wave 2
questionnaires were the result of an attempt to broaden the
data base by replacing a small number of questions in Wave 1
with new questions in Wave 2. Many questions were nonetheless
common to all four forms.
Each of the four forms was structured in a similar manner.
The following sections, although common to all four forms,






"Your Income and Expenses"
"Your Decision to Enlist"
Form 2 and Form 4 had two additional sections:
"Your Family"
"What's Your Opinion?"
"Your Enlistment" contained basic questions about the
respondent's enlistment contract. "Facts About You" requested
personal information about the enlistee. "Your Education"
included questions about the enlistee's educational attain-
ment and performance. Information concerning the respondent's
present marital and family status, as well as future plans,
was collected in "Marriage and Children." "Working and Jobs"
asked about the current labor force status and recent employ-
ment experiences of the respondent. "Your Income and
20

Expenses" concerned the enlistee's economic situation. In
"Your Decision to Enlist," data about the respondent's enlist-
ment decision-making process and sources of information were
requested.
"Your Family" contained questions concerning the education,
labor force experience, and economic situation of the
respondent's family. "What's Your Opinion?" included a
psychological assessment of the enlistee and questions about
women's issues.
A complete listing of the questions used on each form of
the AFEES Survey is found in the AFEES Survey user's manuals
and codebooks [Refs. 3 and 4].
During each phase the AFEES Survey was to have been admin-
istered at all 67 AFEES stations over periods of 20 consecu-
tive working days. All survey eligible individuals were to
have completed a questionnaire chosen at random from among
the two forms. Due to various operational problems, however,
a completion rate of only approximately 56 percent (determined
by matching completed questionnaires with AFEES accession
records for all survey eligible individuals) was achieved.
No analysis was conducted to investigate the possible exis-
tence of bias associated with the relatively low response
rate.
Completed survey forms were forwarded by the AFEES con-
cerned to the Defense Manpower Data Center (DMDC) for
processing. After automated data files were prepared by an
21

optical scanning contractor, DMDC systematically processed
the files.
Some enlistees were identified by DMDC as being potentially
survey ineligible on the basis of their responses to an eli-
gibility screening question. In most cases their responses
were verified from AFEES accession records and the survey
data were not included in the data base. In other cases their
responses could not be verified. Survey data pertaining to
these respondents, who constituted less than one percent of
all respondents, remained in the data base for analysis.
Respondent error was discovered in the form of incomplete
or missing responses, multiple responses, "out of range"
responses, and data inconsistencies. Such discrepancies
were resolved whenever possible. Otherwise, appropriate audit
codes (for example, "missing") were assigned. A complete
explanation of the methodology used by DMDC in processing the
automated data files is given in the AFEES Survey user's
manuals and codebooks [Ref. 3: pp. 16-28; Ref . 4: pp. 16-28].
The overall quality of the AFEES Survey data base, as
measured by respondent error rates, was apparently satis-
factory [Ref. 3: pp. 24-28; Ref. 4: pp. 24-28]. However, no
attempt was made to eliminate from the data base that data
supplied by a very small number of respondents who exhibited
unusually high error rates.
In order to facilitate analysis of the survey data, DMDC
prepared four Statistical Package for the Social Sciences
(SPSS) system files from the automated data files, each
22

containing the data pertaining to one of the survey forms.
These SPSS system files were transformed into SPSS' system
files, which provided for integration of all of the survey
y
data into a single SPSS system file. Thus, the data base
consisted of 30,324 completed questionnaires that required
a total of 430 different responses, as indicated in Table 2
TABLE 2














Responses to AFEES Survey questions were analyzed pri-
marily according to the respondent's age at entry into active
military service. Since 8 5 percent of the respondents were
entering an inactive duty status for periods of up to one
year (through the Delayed Entry Program) rather than entering
active duty, entry age was usually calculated on the basis
of the respondent's expected entry to active duty.
The military services access individuals between the
ages of 17 and 35, inclusive. Preliminary analysis of
23

responses to selected survey questions was conducted using
various numbers and groupings of entry age cohorts. Although
a general pattern of differences in survey responses between
younger and older age respondents was often present, it was
determined that a simple dichotomous younger/older parti-
tioning of entry age could not be used to summarize adequately
responses to the survey questions of interest due to the
loss of detail. Other groupings of entry ages were similarly
eliminated from consideration. Therefore, the following nine
age at entry cohorts were selected: 17, 18, 19, 20, 21, 22,
23, 24, and 25 to 35 years. These cohorts provided for de-
tailed yet understandable analysis of survey responses and
sufficiently large sample sizes of respondents.
Differences in responses to AFEES Survey questions were
exhibited on the basis of factors other than age at entry.
In order to ascertain those differences associated primarily
with entry age, it was necessary to control for the effects
of other factors known or suspected to affect responses
significantly. The method that was used to isolate differences
due to entry age was multiple classification analysis [Ref . 5]
.
Multiple classification analysis is an analysis of vari-
ance technique by which the effects of various categories
within a factor of interest (for example, age cohorts within
age at entry) are assessed after adjusting for the effects
of other factors. Three factors other than entry age— sex,
race, and branch of service—frequently had an effect upon
24

responses to many of the AFEES Survey questions of interest
and were therefore controlled in this manner. Two categories
were used for sex (male and female) , three for race (White,
Black, and Hispanic)
, and four for branch of service (Army,
Navy, Air Force, and Marine Corps) . The Hispanic classifi-
cation for race consisted of individuals of Puerto Rican
,
Mexican, Cuban, Latino, Chicano, and other Spanish origins.
Respondents of other racial backgrounds, who constituted less
than four percent of all respondents, were omitted from
analysis
.
In addition to controlling for the effects of sex, race,
and branch of service, multiple classification analysis was
used to determine the statistical level of significance of
all four factors (entry age, sex, race, and branch of service)
for those survey questions with approximately normal response
frequency distributions (generally requiring 12 or more
response categories). For a given response, the level of
significance was computed using a statistical test based on
the F distribution, which compares the ratio of the sample
variance associated with a given factor to the total sample
variance while accounting for the number of factor cate-
gories and the sample size. A low level of significance
(generally less than .05) indicated that there was a signifi-
cant difference between (means of) factor categories; a high
level of significance indicated that any difference between
(means of) factor categories may have been due to random
effects, with a probability equal to the level of significance
25

Summary tables for multiple classification analysis con-
ducted on responses to AFEES Survey questions of interest
are contained in Appendices A through E. The survey ques-
tion being analyzed is referenced by the title of the table.
"Sample Mean" indicates the mean response of all respondents
in the units indicated in parentheses. "Variables" lists
the factors entry age, sex, race, and branch of service,
plus the categories within each factor. "Sample Size" re-
flects the number of survey responses analyzed by factor
category. "Unadjusted Mean" indicates the gross mean response
by category for the sex, race, and branch of service control
factors; "Adjusted Mean" indicates the mean response by age
cohort after controlling for the effects of sex, race, and
branch of service.
For those survey questions with approximately normal
response frequency distributions, "Level of Significance"
reflects the statistical significance of each of the four
factors, computed in a manner consistent with the mean
displayed for that factor, whether adjusted or unadjusted.
Specifically, it reflects the statistical significance for
entry age after adjusting for the sex, race, and branch of
service control factors, and it reflects the statistical
significance for sex, race, and branch of service with no




A. INDIVIDUAL CHARACTERISTICS AND FAMILY BACKGROUND
1 . Age at Entry
Responses to Survey questions were analyzed primarily
according to the respondent's age at entry into active mili-
tary service and to a limited extent according to the
respondent's sex, race, and branch of service. A discussion
of the distribution of respondents by age at entry, and by
age at entry by sex, race, and branch of service, follows.
Respondents ranged from 17 to 35 years of age at
entry to active duty. Since 8 5 percent of the respondents
were entering an inactive duty status for periods of up to
one year (through the Delayed Entry Program) rather than
entering active duty, entry age was usually calculated on
the basis of the respondent's expected entry to active duty.
The average entry age of all respondents was 19.37 years.
The distribution of entry ages is contained in Table 3.-
The distribution of entry ages within age cohort 25 to 35
years is contained in Table A-l . The average age of
respondents in this entry age cohort was 27.00 years.
The distribution of respondents by entry age and
sex is contained in Table A-2. As entry age increased, the
proportion of females increased monotonically from less
than 14 percent of the 17 year olds to more than 4 percent





Sample Mean = 19.37 Years













percent of the respondents and females comprised 22 percent
of the respondents.
Table A- 3 contains the distribution of respondents
by age at entry within three racial categories: White,
Black, and Hispanic. As previously noted, respondents
of other ethnic backgrounds were omitted from analysis
due to sample size limitations. Of all respondents, 69
percent were White, 23 percent were Black, and eight per-
cent were Hispanic. The racial composition of entry age
cohorts 19 years through 25 to 35 years was relatively
constant compared to the 17 and 18 year entry age cohorts.
The proportion of White 17 and 18 year old enlistees was
much higher than the proportion of White enlistees in other
entry age cohorts, whereas the proportion of Black and
Hispanic 17 and 18 year old enlistees was significantly
lower than the proportion of Black and Hispanic enlistees
in other entry age cohorts.
The distribution of respondents by entry age
and branch of service is given in Table A-4. Personnel
entered the Navy and the Marine Corps at younger ages
than the Army and the Air Force. As entry age increased,
the proportion of Air Force enlistees increased while
the proportion of enlistees in the Marine Corps decreased.
The proportion of Army and Navy enlistees remained
roughly constant for entry age cohorts 18 years through
24 years. However, the proportion of 17 year olds who enlisted
in the Army was less than the Army proportion for other entry
29

ages, and the proportion of 17 year olds who enlisted in the
Navy exceeded the Navy proportion for other entry ages. This
pattern reversed itself for 25 to 35 year olds: a higher pro-
portion enlisted in the Army compared to the Army proportion
for other entry ages, and a lower proportion enlisted in
the Navy compared to the Navy proportion for other entry ages.
2. Other Individual Characteristics
The relationship of certain individual characteristics
to entry age of personnel entering military service is sum-
marized in Table 4. AFEES Survey data pertaining to the
following items were analyzed: marital status; for married
personnel only, years of marriage, number of children, and
whether the spouse was on or planned to enter active duty;
for single personnel only, whether engaged to be married;
number of dependents; town or city of residence; share of
expenses paid; savings; and physical condition. A discussion
of the relationship of these individual characteristics
to entry age follows.
The marital status of respondents is indicated in
Table A-5. Eight percent of the respondents were married
(not including separated individuals) . The adjusted percent
of married enlistees increased sharply with entry age, from
two percent of the 17 and 18 year olds to 36 percent of the
25 to 35 year olds. Hispanics were more frequently married
than Whites and Blacks. Personnel entering the Navy and
Marine Corps were less often married than personnel entering
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Married enlistees had been married an average of
1.64 years (Table A-6) and had an average of 0.75 children
(Table A-7)
.
Adjusted years of marriage and number of child-
ren generally increased slightly relative to an increase in
entry age. Males and Whites had not been married as long
as their counterparts. Typical enlistees in the Navy and
Marine Corps had been married for shorter periods of time
than typical enlistees in the Army and Air Force. Whites
had slightly fewer and Marine Corps enlistees far fewer
children than their counterparts.
Table A-8 indicates that 18 percent of the spouses
of married respondents were either on active duty or planned
to enter active duty within one year. As entry age increased,
the adjusted percent of spouses in or entering the military
decreased moderately. Spouses of females were several times
more likely to serve in the military than spouses of males.
Spouses of Air Force and Marine Corps personnel were some-
what more likely to serve in the military than spouses of
personnel entering the Army and Navy.
Table A-9 reflects that more than one fourth of
the unmarried respondents were engaged to be married.
The adjusted proportion of engaged personnel decreased slightly
as entry age increased. Males were more often engaged than
females. Whites were less likely to be engaged than Blacks
or Hispanics.
Respondents (regardless of marital status) had an
average of 0.25 dependents. The adjusted number of dependents
32

(Table A-10) increased monotonically with age at entry from
0.11 for 17 and 18 year olds to 0.95 for 25 to 35 year olds.
Hispanics had more dependents than Blacks, who had more
dependents than Whites. Enlistees in the Army and Air
Force had more dependents than enlistees in the Navy and
Marine Corps.
Table A-ll gives the adjusted entry age distribution of
enlistees according to the size of their town or city of
residence. The proportion of enlistees who lived in small
(less than 50,000 population) and medium (50,000 to 100,000
population) size cities was fairly constant. Older indi-
viduals lived in large (more than 100,000 population) cities
more often and in rural towns less often than younger
individuals.
The average share of expenses paid by a respondent
was about two-thirds. As contained in Table A-12, the' adjusted
share of expenses increased monotonically from almost one-
half for 17 year olds to almost 90 percent for 25 to 35
year olds. Little difference existed on the basis of sex,
race, and branch of service.
Table A-13 contains the average savings of enlistees.
Adjusted for the effects of sex, race, and branch of
service, average savings generally increased, from about
$225 for 17 year olds to close to $500 for 25 to 35 year




The physical condition of respondents is contained
in Table A-14. The adjusted physical condition was rela-
tively constant by entry age. Only slight differences in
physical condition were present on the basis of sex and
race; the physical condition of respondents by branch of
service was also fairly constant. A typical respondent
considered himself to be in slightly above average to above
average condition.
In summary, older respondents were much mere often
married than younger respondents. As entry age increased,
respondents had been married slightly longer and had slightly
more children. Younger respondents were somewhat more likely
than older respondents tc have spouses in or who planned to
enter active military service. Many unmarried enlistees
were engaged to be married, and the proportion cf such
enlistees decreased slightly as entry age increased. Cider
respondents had more dependents than younger respondents.
The residence of older individuals was more often a large c::;
and less often a rural town than the residence of younger
individuals. Older enlistees paid a far greater share of
their expenses than younger enlistees and also had larger
amounts of savings. The physical condition of personnel





Analysis of responses to several survey questions
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summarizes the relationship between age at entry and survey
data pertaining to the following family matters: whether
lived with parent(s) or guardian(s); whether lived with
parent (s) at age 14; number of states/countries lived in;
whether father has been on active duty; number of siblings;
number of siblings who have been on active duty; family
income; and whether any family income included public assis-
tance. A discussion of the analysis of these items follows.
At the time of the survey, almost two-thirds of the
respondents lived with one or both of their parents or
guardians or with other relatives. As indicated in Table
A-15, the adjusted percent of respondents living at home
decreased greatly as entry age increased. Far lesser
differences existed on the basis of sex, race, and branch
of service. Females, 31acks, and personnel entering the Army
lived at home slightly less than their counterparts.
At age 14, almost all (95 percent) of the respondents
lived with one or both parents. Table A-16 reflects that the
adjusted proportion of these respondents was essentially con-
stant by age at entry and that there was little difference
within the sex, race, and branch of service control varia-
bles. Many of the respondents lived with only one parent,
normally their mother. At age 14 only 64 percent of the
respondents lived with their father while 89 percent lived
with their mother.
Table A-17 indicates that the adjusted number of
states and countries lived in by older enlistees slightly
36

exceeded that for younger enlistees. Somewhat greater differ-
ences existed on the basis of race and branch of service.
Whites had lived in more states and countries than Blacks
and Hispanics. Within branch of service, Air Force per-
sonnel had lived in the most states and countries, while
personnel entering the Marine Corps had lived in the least.
As noted in Table A-18, about two-thirds of the
fathers of enlistees had been on active duty in the military.
The adjusted proportion by age at entry cohort was roughly the
same. Moderate differences existed within the branch of
service control factor, with the fathers of enlistees in
the Navy and Air Force having served in the military more
often than the fathers of Army and Marine Corps enlistees.
Great differences were present on the basis of race. Fathers
of White respondents had been on active duty far more often than
fathers of Black or Hispanic respondents.
The number of siblings of personnel entering mili-
tary service is contained in Table A-19 . The average
number of siblings for all personnel was 3.91. The adjusted
number of siblings varied somewhat by entry age cohort but
with no particular pattern. Blacks and Hispanics had an
average of over one sibling more than Whites. Personnel
entering the Army had more siblings than personnel entering
the other services.
An average of 0.51 of the siblings had been on active
duty (Table A-20) . The adjusted number of siblings who had
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been on active duty showed a modest increasing trend with
entry age. Females, Blacks, and personnel entering the
Army had a moderately higher number of siblings who had
been in the military than their counterparts, but this was
not surprising since they also had more siblings than their
counterparts
.
The total annual income for 19 7 8 of a typical
respondent's family (that is, the respondent's parents and
other family members living with them) was about $15,800
(Table A-21)
.
The adjusted mean family income was about
$500 to $1000 lower for the families of 17, 18, and 19 year
olds than for the families of other age at entry cohorts.
Differences based on sex, race, and branch of service were
also found. Families of male enlistees earned over $1000
more than families of female enlistees. The total family
income of Whites was far more—by over $6000—than the total
family income of Blacks and Hispanics. Families of enlistees
in the Navy and Air Force also had high total income when
compared to families of enlistees in the Army and Marine Corps
Income from public assistance (welfare) was received
by 13 percent of the respondents' families in 1978. The
adjusted percent of families receiving income from public
assistance generally decreased with age at entry. Families
of Black and Hispanic enlistees received public assistance
far more often than families of White enlistees. Families
of personnel entering the Army and Marine Corps received
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public assistance more frequently than families of personnel
entering the Navy and Air Force. See Table A-22.
The level of education of respondents' parents is
contained in Tables A-23 and A-24. Neither the father's nor
mother's adjusted education level exhibited any discernible
dependency with the respondent's age at entry. Fathers were
generally more educated than mothers. Parents of males had
a higher education level than parents of females. Parents
of Whites were more educated than parents of Blacks, who
were more educated than parents of Hispanics. The educational
attainment of parents of personnel entering the Air Force
was somewhat higher than that of personnel entering the Navy
andMarine Corps and significantly higher than that of personnel
entering the Army.
In summary, younger enlistees lived at home more often
than older enlistees. But at age 14, there was essentially
no difference by entry age in the percent of respondents who
lived with one or both parents. Older respondents had lived
in slightly more states and countries than younger respon-
dents. Personnel entering the military had an average of
about four siblings. The proportion of enlistees whose
fathers had served in the military appeared to be independent
of entry age, while the number of enlistees' siblings who
had served on active duty increased slightly as entry age
increased. Older respondents' families had more annual
income than younger respondents' families, and the income of
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younger respondents' families generally included public
assistance more frequently than the income of older respon-
dents' families. The educational attainment of enlistees'
parents appeared to be independent of entry age.
3. EDUCATIONAL BACKGROUND
Manpower must be recruited by the Armed Forces in the
quantity and quality necessary for the Armed Forces to ful-
fill its missions. The quantity of personnel recruited is
a relatively simple concept; the quality of personnel re-
cruited is a relatively complex concept. Since no official
Department of Defense definition of quality exists [Ref. 6:
p. 1] , a discussion of quality often includes a wide variety
of factors (for example, socio-economic factors). Generally,
however, quality is measured by education. The AFEES Survey
contained numerous questions concerning education, the
examination of several of which follows.
Respondents were asked their education level as well as
their expected education level upon entering active duty
(since 8 5 percent of the respondents delayed entering active
duty for up to one year through the Delayed Entry Program)
.
Respondents' expected education level upon entering active
duty is contained in Table B-l. Entry age and the control
variables of sex, race, and branch of service were all
statistically significant at the .001 level.
As the entry age of cohorts increased from 17 years to
25 to 35 years, the adjusted education level increased
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monotonically over a range of almost two years. Thus, recruit-
ment of a larger percentage of older age individuals should
significantly improve the average educational attainment of
personnel entering military service. Females completed
about one half year more education than males, probable due
to more stringent entrance requirements. Respondents join-
ing the Air Force had a much higher level of education than
respondents joining the other services, by about one half
year.
Respondents' school grades are represented in Table B-2
as a grade point average. The adjusted grade point average
generally increased as entry age increased. This indicator
of higher quality among older age individuals was somewhat
surprising since, in the general population, grade point
average is not obviously related to age, as is educational
attainment, for example. Females had a higher grade point
average than males. Air Force personnel received better
school grades than personnel in the other services.
Only about one fourth of the respondents were required
to take a minimum competency test in order to qualify for
a high school diploma. Their test results are summarized
in Table B-3. Adjusted test results exhibited no apparent
pattern by entry age. Again, females and Air Force per-
sonnel performed better than males and personnel in the other
services, respectively.
As noted in Table B-4, 29 percent of the respondents
were in school on a full or part time basis at the time of
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the survey. Table B-5 indicates that a large majority of
individuals entered the Delayed Entry Program primarily in
order to finish school. Both of these matters were highly
age dependent: as the entry age of cohorts increased, the
adjusted means of respondents who were in school and who
delayed entry to finish school generally decreased, and over
a wide range. Relatively many more 17 and 18 year olds
than 19 year olds, and even fewer individuals 20 years of
age and older were in school and chose to delay entering active
duty in order to finish school. A much higher proportion of
personnel in the Marine Corps were in school and entered the
Delayed Entry Program to finish school than personnel in the
other services. Most of these individuals were 17 and 18
year olds enlisting in the Marine Corps directly from high
school.
Approximately one-fourth of all respondents had attended
a vocational, technical, or business school. Relatively
little difference existed within the sex, race, and branch
of service control variables. However, as entry age in-
creased, adjusted attendance at a vocational, technical, or
business school generally increased over a wide range. See
Table B-6.
As summarized in Table B-7, the adjusted level of impor-
tance placed upon job requirements for mental skills increased
monotonically with entry age. Air Force personnel placed a
slightly higher level of importance upon job requirements
for mental skills than personnel from the other services.
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The educational aspirations of respondents are reflected
in Tables B-8, B-9, and B-10. Table B-8 indicates that
slightly more than half of the personnel entering military
service enlisted to obtain money for college. However, as
indicated in Table B-9, about three-fourths of all enlistees
planned to participate in the Veteran's Educational Assis-
tance Program (VEAP)
. In both tables the adjusted means
were age dependent; as the entry age of cohorts increased,
the proportions of personnel who enlisted to obtain money for
college and who planned VEAP participation increased,
respectively.
Table B-10 represents respondents' expected future level
of education. Entry age and the control variables of sex,
race and branch of service were all significant at the .001
level. The adjusted education level increased monotonically
over a range of more than two years as the entry age of
cohorts increased from 17 years to 25 to 35 years. This was
consistent with respondents ' expected education level upon
entering active duty. With respect to these tables, it
appeared that females were more oriented toward additional
education than males, Blacks and Hispanics more than Whites,
and Air Force personnel more than personnel in the other
services.
The preceding information concerning the relationship of
entry age and education is contained in Table 6. In summary,
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performed better in school than younger individuals. Older
enlistees had higher educational aspirations than younger
enlistees, and more planned to enroll in the VEAP in order
to obtain money for college. Job requirements for mental
skills were relatively important for older individuals. A
greater proportion of older enlistees had attended a voca-
tional, technical, or business school. A much larger pro-
portion of younger enlistees were in school and delayed
entering active duty in order to finish school.
C. CIVILIAN LABOR FORCE EXPERIENCE
1 . Employment Status and History
General economic conditions affect the supply of
enlisted personnel. As a result, enlistment supply models
generally use some measure of an unemployment rate as an
explanatory variable. Local economic conditions may bear
more upon forecasting enlisted supply than national economic
conditions [Ref. 1, p. 14]. Local economic conditions are
reflected in the AFEES Survey data in the employment status
and employment history of individuals entering the military.
Therefore, an examination of enlistees' civilian labor force
experiences may provide insight into the relationship of
enlistment to economic conditions.
Many questions in the AFEES Survey are related to
civilian employment. Those examined involve respondents'




Respondents' employment history is summarized in
Table 7. A discussion of the specific survey data analyzed
follows.
Respondents' employment status is contained in Table
C-l. At the time of the survey, 32 percent of the respondents
were employed. The adjusted percent employed by entry age
cohort exhibited a slight increasing trend. Tables C-2 and
C-2 indicate that employed respondents worked an average of
34.8 hours per week at an average hourly salary of $3.67.
After adjusting for the effects of age, sex, and branch of
service, both hours per week worked and hourly earnings in-
creased moderately with entry age. Individuals in the 25 to
35 year entry age cohort worked over ten hours per week more
and received almost $2.00 per hour more than 17 year olds.
Proportionately, more females were employed than
males, and more Whites were employed than Blacks and Hispanics
Both hours per week worked and hourly earnings were signifi-
cantly higher for males than for females and somewhat higher
for Hispanics than for the other races. Lesser differences
existed in employment status, hours per week employed, and
hourly earnings among the branches of service.
At some time, 88 percent of the respondents had been
employed. Respondents were asked to place their most recent
job into one of twelve categories. The distribution by
category is contained in Table C-4 . Of the first six
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only two displayed entry age dependencies: office and cleri-
cal worker, and service worker (for example, janitor and
waitress)
.
The adjusted proportion of office and clerical
workers increased moderately with entry age, while the ad-
justed proportion of service workers decreased sharply as
entry age increased. See Tables C-5 and C-6.
Of those respondents who had been employed, 88 per-
cent had worked 30 hours or more per week. Table C-7 shows
that the adjusted proportion of individuals who had at some
time worked full time increased with entry age. Almost all
of the older enlistees had worked full time. Relatively more
males than females and more Whites than Blacks and Hispanics
had worked full time.
Previously employed individuals entering the military
had worked for an average of about three employers (Table
C-8) . The adjusted number of employers increased mono-
tonically by entry age cohort from an average of more than
two for 17 year olds to an average of more than four for 25
to 35 year olds. There was little difference in the number
of previous employers within the sex, race, and branch of
service factors.
About 14 percent of the respondents had been employed
in a government sponsored training program, such as CETA or
the Job Corps, during 1978 or 1979. As noted in Table C-9,
the adjusted proportion of respondents who had participated
in a government sponsored training program decreased as entry
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age increased. Proportionately, more Blacks toad participated
than Hispanics, and more Hispanics had participated than
Whites.
Unemployment compensation had been received by
10 percent of the previously employed personnel entering the mili-
tary. The adjusted proportion of respondents who had received
unemployment compensation increased dramatically with age
at entry. Little difference existed within the sex, race,
and branch of service control variables. See Table C-10
.
Typical 1978 earnings for an enlistee (Table C-ll)
were $2,467. The adjusted annual income for a typical en-
listee increased quite rapidly with entry age, from a low
of less than $1000 to a high of close to $6,000. (For
purposes of comparison, an enlistee in grade E-l would have
received $7745 in regular military compensation (consisting
of basic pay, subsistence and quarters allowances, and the
tax advantage on the tax free allowances) during Fiscal Year
1979.) Lesser yet significant differences also existed
within the sex, race, and branch of service factors. Males
earned about $500 more than females, Whites earned almost
$700 more than Hispanics and $900 more than Blacks, and Air
Force personnel earned several hundred dollars more than
personnel entering the other services.
Enlistees' former jobs had been terminated for a variety
of reasons. Four of the more common reasons for job termina-
tion were being fired, being laid off, quitting due to insuffi-
cient pay, and quitting due to poor advancement opportunity.
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Table C-12 shows that 13 percent of the respondents
had been fired from some previous job. The adjusted propor-
tion fired appeared to be relatively constant by entry age.
But the significantly greater civilian labor force experience
of older individuals previously noted (for example, greater
number of employers) implies that as entry age increased,
the propensity for being fired from a job actually decreased.
As indicated in Table C-13, 28 percent of the respon-
dents had been laid off from a previous job. The adjusted
proportion of the respondents who had been laid off appeared
to increase as the entry age of cohorts increased, but again,
after accounting for the greater civilian labor force experi-
ence of older individuals, the tendency to be laid off was
relatively constant by age at entry.
Males had been fired and laid off more often than
females. Whites had been fired more often than Blacks and
Hispanics. Individuals entering the Air Force had been
fired and laid off slightly less than individuals entering
the other services.
Two frequent reasons for individuals to quit jobs
were insufficient pay and poor advancement opportunity.
(See Tables C-14 and C-15. ) For both reasons the adjusted
proportion of individuals who had quit increased signifi-
cantly with entry age. Again, however, after considering
the greater civilian labor force experience of older indi-
viduals, the proportion who had quit for either reason was
relatively constant by entry age.
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Whites had quit jobs due to insufficient pay and poor
advancement opportunity more often than Blacks and Hispanics.
Lesser differences were present on the basis of sex or branch
of service.
In summary, older individuals were more often em-
ployed while working more hours and earning more per hour
than younger individuals. Of the more common civilian job
categories, only the categories of office and clerical
worker and service worker appeared to be related to entry
age. Older enlistees had been employed full time more often
and had worked for more employers than younger enlistees.
Younger enlistees had participated more frequently in govern-
ment sponsored job training programs. Older individuals had
received unemployment compensation to a far greater extent
than younger individuals. Older respondents earned signifi-
cantly more than younger respondents on an annual basis.
Although it appeared that the number of respondents
who had been fired from some job was relatively constant
by entry age, consideration of the significantly greater
labor force experience of older age individuals implies that
there was actually a decreasing tendency to be fired as entry
age increased. Similar consideration implies that a relatively
constant proportion of respondents by entry age had been laid




2. Employment-Related Motivation for Enlisting
An indication of the relationship of motivation for
enlisting in the military to employment is summarized in
Table 8. A discussion of the specific surveyed data analyzed
by entry age follows.
Of several reasons that respondents indicated were
factors in their decision to enlist in the military, two
were related to employment: an inability to obtain civilian
employment (Table C-16) and to earn more money (Table
C-17)
.
Of the respondents, 16 percent cited an inability to
find civilian employment as a factor in enlisting. The ad-
justed percent who indicated that it was a factor was rela-
tively constant with age at entry. Blacks and Hispanics
indicated the inability to obtain civilian employment as a
factor more often than Whites. Army enlistees indicated it
was a factor more often than enlistees in the other services.
Almost one-third cf the respondents enlisted in
order to earn more money. As entry age increased, the adjusted
percent of individuals who enlisted to earn more money de-
creased at a moderate rate. Females provided this as a
factor more often than males, Blacks and Hispanics more
often than Whites, and Army personnel more often than per-
sonnel in the other services.
Table C-18 reflects the fact that most individuals



























































































































































































































characteristic. The level of importance by sex, race, and
branch of service was essentially constant, as was the ad-
justed level of importance by age at entry.
Individuals enlisted for a military job similar to
a former civilian job about one-fifth of the time (Table
C-19)
.
The adjusted proportion who enlisted for a similar
job increased with entry age.
If they had been ineligible to enlist in the military,
8 4 percent of the respondents indicated that they would have
obtained or attempted to obtain civilian employment (either
full time or part time)
. Most of the others would have re-
turned to school. The adjusted proportion of individuals
who would have attempted to obtain employment increased
moderately with entry age. Whites would have attempted to
find civilian employment slightly more often than Blacks
and Hispanics. See Table C-20.
If they had not enlisted, respondents would have ex-
pected to earn about $5000 per year. (As noted previously,
an enlistee in grade E-l would have received $7745 in regular
military compensation during Fiscal Year 1979.) Table C-21
indicates that respondents' adjusted anticipated annual
earnings increased with entry age, and for older individuals
it was about double what it was for younger individuals.
Lesser, but statistically significant, differences were also
present by sex, race, and branch of service: males, Whites,




Military earnings are generally considered to be an
important factor in predicting enlisted supply. Of the
respondents, 89 percent would have enlisted in the military
instead of accepting alternative civilian employment paying
$500 per month (Table C-22) , but only 6 8 percent would
have enlisted instead of accepting alternative civilian
employment paying $700 per month. (An enlistee in grade E-l
received $64 5 per month in regular military compensation in
Fiscal Year 1979.) The adjusted proportion of both groups
who would have enlisted anyway increased with entry age.
Since previously noted findings concerning civilian employ-
ment indicated that older individuals were more often em-
ployed with higher earnings than younger individuals, it
appears that alternative civilian employment opportunities
affording relatively low pay have a diminishing impact as
entry age increases. Somewhat surprisingly, in both cases
Whites and Hispanics stated a greater intention than Blacks
to enlist anyway.
In summary, there was no apparent age dependency for
individuals who enlisted due to an inability to obtain civilian
employment. Younger individuals enlisted more often than
older individuals in order to earn more money. All age co-
horts considered steady employment to be a very important
job characteristic. More older than younger respondents
enlisted for a military job similar to a former civilian job.
If ineligible to enlist, more older than younger respondents
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would have sought civilian employment, with greater antici-
pated annual earnings. Relatively low paying alternative
civilian employment opportunities generally would have less
impact as entry age increases.
D. RECRUITING PROCESS
An indication of the relationship of the recuiting proc-
ess to the entry age of personnel entering military service
is summarized in Table 9. Analysis of responses to survey
questions was conducted in these areas: media by which infor-
mation from the service branches was recieved; the manner
in which contact with the first recruiter was made; instances
in which contact was made with only one recruiter; the num-
ber of service branches for which contact with a recruiter
was made; the amount of information provided by the recruiter
concerning military jobs; the time between initial contact
with a recruiter and the final decision to enlist; the time
between the final decision to enlist and entry into active
military service; the number of Armed Services Vocational
Aptitude Battery (ASVAB) tests taken; prospective entry
into another branch of service if ineligible to enlist in
the branch of service entered; and consideration of entering
the Reserves or National Guard. Investigation of the rela-
tionship of the recruiting process and entry age follows.
Respondents could request information from the service
branches through a toll free number and through a postcard
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the respondents, and a postcard or coupon was used by 29
percent of the respondents. Tables D-l and D-2 indicate
the proportion of respondents who requested information
using a toll free number and postcard or coupon, respectively.
With respect to the sex, race, and branch of service
control factors, generally minor differences existed in the
proportion of respondents who requested information by each
of the two means. The adjusted proportion of respondents
who used a toll free number varied only slightly by entry
age. The adjusted proportion of respondents who used a post-
card or coupon decreased greatly as entry age increased.
Table D-3 indicates that more than four times as many
respondents initiated contact with their first recruiter
as were personally contacted by their first recruiter. The adjusted
ratio increased sharply as entry age increased. Older indi-
viduals contacted their first recruiter much more frequently
than younger individuals. Older individuals were seldom
personally contacted by their first recruiter, whereas 17
to 19 year olds were personally contacted by their first
recruiter relatively often.
One-half of the personnel entering the military service
talked with only one recruiter (Table D-4) . Minor differ-
ences existed in this regard by race and branch of service.
As entry age increased, a slight increasing trend in the




As reflected in Table D-5, enlistees talked with re-
cruiters from an average of 1.49 branches of service. Varia-
tions by race, branch of service, and to a lesser extent
sex were present. The adjusted number of branches of service
for which personal contact with a recruiter was made de-
creased slightly as entry age increased.
Recruiters generally provided respondents with some
information concerning their military job (Table D-6).
Differences based on sex, race, and branch of service were
generally minor. Individuals who enlisted in the Marine
Corps were least satisfied with the amount of information
provided by the recruiter about their military job. As entry
age increased, enlistees' adjusted satisfaction with the
military job Information provided to them by their recruiter
decreased slightly.
On the average, 4.71 months elapsed between the respon-
dent's first contact with a recruiter and the respondent's
decision to enlist (Table D-7) . Hispanics on the average took
about one month less time between these two events than Whites
and Blacks. Adjusted entry age was statistically signifi-
cant. A general increasing trend of over three months in
time between initial recruiter contact and the decision to
enlist was evident as entry age increased.
The data in Table D-8 shows that an average of 3.88
months of additional time occurred between the respondent's
decision to enlist and entry into active duty. However,
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since 87 percent of enlistees entered an inactive duty status
through the Delayed Entry Program for an average of 3.22
months, the vast majority of enlistees actually contracted
for active duty shortly after making their decision to en-
list. The sex, race, and branch of service control factors
were all statistically significant, as was age at entry after
adjusting for the control factors. As entry age increased,
the adjusted time between the respondent's decision to
enlist and entry into active duty generally decreased.
In order to enlist in a military service, an individual
must demonstrate acceptable mental aptitude by passing the ASVAB
ASVAB scores are also used to determine the military jobs
for which an individual may qualify. The number of ASVABs
taken by an individual prior to entering military service
is contained in Table D-9. The adjusted number of ASVABs
taken by entry age showed no clear pattern. However, 19,
20, and 21 year olds took more ASVABs than other ages. Rela-
tively small differences existed within the sex, race, and
branch of service control variables.
If they had been ineligible to enlist in the branch of
service entered, 72 percent of the respondents would have
enlisted in another branch of service (Table D-10). The
sex, race, and branch of service control factors differed
little with the exception of Air Force personnel, who would
have enlisted for another branch of service less often than
personnel in the other services. The adjusted proportion of
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respondents by entry age who would have enlisted in another
branch of service was fairly constant except for 24 and 2 5 to 35
year olds, who would have done so less often.
Only 2 8 percent of the personnel entering military
service considered joining the Reserves or National Guard
(Table D-ll)
. Variations by sex, race, and branch of service
were relatively minor. After adjusting, differences by entry
age were also minor: 17 year olds gave less consideration
to joining the Reserves or National Guard than other entry
age cohorts
.
In summary, responses to several of the survey questions
pertaining to the recruiting process appeared to be entry
age dependent. The proportion of respondents who used a
postcard or coupon to request information from a branch of
service was significantly higher for younger than older
individuals, whereas the proportion who used a toll free
number was relatively constant by entry age. The frequency
with which older individuals initiated contact with the re-
cruiter was much higher than that for younger individuals.
As entry age increased, respondents were somewhat more likely
to contact only one recruiter, and recruiters from slightly
fewer branches of service were contacted. Older respondents
were not quite as satisfied with the amount of military job
information that recruiters provided them.
From the time of their first contact with a recruiter,
older enlistees took longer than younger enlistees to make
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the decision to enlist. However, they took less time to
actually enter active duty following their decision to en-
list, in large part because older personnel spent less time
in the Delayed Entry Program than younger personnel. The
number of ASVABs taken by respondents showed no discernible
pattern. If ineligible to enlist in the branch of service
they entered, respondents would have enlisted in another
branch of service at a fairly constant frequency by entry
age. Consideration given to enlisting in the Reserves or
National Guard was relatively constant by entry age except
for 17 year olds, who considered enlisting less often than
other entry ages
.
E. ENLISTMENT CHARACTERISTICS AND PERCEPTIONS
1 . Enlistment Characteristics
A summary of the relationship of entry age to the
enlistment characteristics of personnel entering military
service appears in Table 10 . The following survey data
were analyzed: active duty obligation, total military obli-
gation, branch of service, delayed entry program, entry grade,
enlistment bonus, guaranteed location, and expected location.
With regard to contract length, respondents enlisted
into the military for an average of 3.79 years of active
duty. Whites contracted for slightly longer terms of
service than Blacks and Hispanics. Individuals entering the
Navy and Air Force enlisted for significantly longer periods
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adjusting for the sex, race, and branch of service control
factors, the nine entry age cohorts varied very little with
respect to active duty obligation. See Table E-l.
In addition to the active duty requirement, enlistees
contracted for a reserve forces obligation. Table E-2 indi-
cates that the average total military obligation (active and
reserve duty) for individuals entering the military was 5.36
years. iMales contracted for slightly longer periods than
females. Whites had a total obligation of about one half
year more than Blacks and Hispanics. Army enlistees had a
total commitment of about one-half year less than enlistees
in the other services. Again, the adjusted total military
obligation was fairly constant by entry age cohort, with
only the two oldest age cohorts varying much from the mean.
Respondents enlisted into the branches of service
by entry age as shown in Table E-3 (adjusted for sex and
race only) . As entry age increased, the proportion of Air
Force enlistees increased and the proportion of Marine Corps
enlistees decreased. The proportion of enlistees in the Navy
was relatively constant for entry age cohorts 18 through 22
years, but overall it decreased slightly as entry age increased,
Respondents 18 through 24 years of age enlisted in the Army
at a relatively constant frequency. Proportionately fewer
17 year olds enlisted in the Army, while proportionately more
17 year olds enlisted in the Navy. Enlistees in entry age




Rather than enter active duty immediately, 8 5 percent
of the respondents opted for an inactive duty status through
the Delayed Entry Program (Table E-4). Males and Hispanics
entered the Delayed Entry Program less often than their
counterparts. Enlistees in the Navy and, in particular, the
Air Force, entered the Delayed Entry Program less often than
Army and Marine Corps enlistees. As entry age increased, the
adjusted proportion of individuals who entered active duty
directly increased.
Respondents delayed entering active duty for periods
of up to one year, with an average delay time of 3.2 2 months as
indicated in Table E-5. Females and Whites delayed active ser-
vice slightly longer than their counterparts. Enlistees in the
Marine Corps and Air Force spent more time in the Delayed Entry
Program compared to enlistees in the other branches of service.
The adjusted period of delay generally decreased as entry
age increased.
Respondents entered the military in grades E-l to E-5
(Table E-6). As entry age increased, the adjusted proportion
of individuals entering grade E-l decreased and grades E-3
to E-5 increased.
Enlistment bonuses (Table E-7) that averaged almost
$2200 (Table E-8) were received by 17 percent of the
respondents. Rather significant differences were present
in the percent of individuals receiving enlistment bonuses
by sex and race. Huge variations by branch of service
reflected the higher frequency with which the Army and Marine
Corps utilized enlistment bonuses. After adjustments, bonuses
fifi

were received at comparatively equal frequencies by the various
entry age cohorts. Amounts of bonuses varied slightly by
race, moderately by sex, and greatly by branch of service,
with the Army and Marine Corps typically paying a larger
bonus. Adjusted bonus amounts were only slightly higher for
older than for younger enlistees.
The proportion of enlistees who contracted for a
guaranteed duty location upon successful completion of initial
military training is contained in Table E-9 . Females and
Whites received guaranteed locations less frequently than
their counterparts. Again, large differences were present
within branch of service, indicative of non-uniform policies
by the services : the Army provided a guaranteed location
far more often than the other services. The adjusted propor-
tion of individuals receiving a guaranteed location varied
very little by entry age.
Respondents were asked to indicate their expected
initial duty assignment location upon completion of military
training according to the following categories: in the U.S.
within 100 miles of their home, in the U.S. 100 to 500 miles
from their home, in the U.S. more than 50 miles from their
home, overseas, or at sea. Table E-10 reflects the proportion
of respondents by entry age who selected in the U.S. (com-
bining three categories), overseas, and at sea. As entry age
increased, the adjusted proportion of respondents who expected




In summary, the active duty and total military obli-
gations of enlistees were approximately constant by entry
age. As entry age increased, respondents enlisted in the
Navy proportionately more and in the Marine Corps propor-
tionately less. Younger respondents delayed active
service through the Delayed Entry Program more frequently
and for longer periods than older respondents. Older indi-
viduals enlisted in grades E-3 to E-5 more often than younger
individuals. The proportion of enlistees who received bonuses
was essentially constant by entry age, although the amount
of the bonuses was slightly higher for older individuals.
Personnel entering the military received a guaranteed location
with comparable frequency by age at entry. Enlistees expected
to be assigned in the U.S., overseas, and at sea with little
difference by age at entry.
2 . Enlistment Perceptions
Respondents ' perceptions about enlistment are related
to entry age in Table 11. A discussion of the specific
survey data analyzed follows.
Respondents were queried about which of 11 reasons
provided was considered to be the most important reason for
enlisting. The five reasons indicated in Table E-ll were
viewed as most important by 83 percent of the respondents.
The adjusted frequency with which each of the five reasons
was considered to be most important was related to entry
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training (relevant to a civilian job) decreased in importance
as entry age increased. Conversely, bettering oneself and
proving oneself increased in importance as entry age increased
Analysis of respondents' main reason for enlisting is
qualified as follows. Respondents were also asked which of
the 11 reasons were factors (not necessarily the most impor-
tant factor) in their decision to enlist. All 11 of the
reasons provided are listed in Table E-12, along with the
percent of respondents for whom each reason was a factor
in the enlistment decision. Several reasons that were seldom
considered to be most important were nonetheless often con-
sidered as factors in the decision to enlist (for example,
travel and money for college)
.
Respondents were asked to select one of six reasons
provided as the main reason for entering the Delayed Entry
Program. The four common responses given (selected more than
90 percent of the time) are contained in Table E-13. A
strong relationship between each reason and entry age, after
adjusting for sex, race, and branch of service, was apparent.
Younger respondents frequently selected finishing school and
time off; older respondents often chose (waiting for availa-
bility of desired) military job or location and personal
affairs
.
Respondents desired to enlist into the military for
an average active duty obligation of 3.36 years (Table E-14),
almost one-half year less than their actual obligation. As
71

entry age increased, the adjusted desired active duty obli-
gation increased very slightly.
Table E-15 indicates respondents' preference for
branch of service (adjusted for sex and race only) . Trends
are very similar to those previously noted with respect to
the branch of service actually entered. More individuals
desired to enter than actually entered the Air Force, and
correspondingly fewer individuals desired to enter than
actually entered the Army.
As indicated in Table E-16, an unexpectedly high 72
percent of the respondents would have enlisted for the same
military job if enlisting for that job had not entitled
the respondent to receive an enlistment bonus. Moderate
differences were present within the sex, race, and branch
of service factor categories . Differences by age at entry
in the adjusted proportion of respondents who would have en-
listed for the same job anyway could have been due to the
small sample sizes, particularly in the case of 24 year
olds
.
In addition to being asked their expected location,
respondents were asked to indicate their desired initial
duty assignment location upon completion of military training
(Table E-17) , according to the same response alternatives
previously noted. The adjusted proportion of respondents
who desired to be assigned in the U.S., overseas, and at
sea was roughly constant for all entry ages.
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The findings for desired location and expected loca-
tion were strikingly similar. The major difference in the
findings was the proportion of respondents indicating the
categories in the U.S. and overseas. On the average, about
seven percent more respondents desired than expected to be
assigned overseas, and about seven percent fewer respondents
desired than expected to be assigned in the U.S. The propor-
tion of respondents desiring and expecting assignment at sea
was roughly equivalent. That this comparison between de-
sired and expected locations held for all entry age cohorts
was somewhat surprising since well under half of the respon-
dents (39 percent) enlisted for a guaranteed location.
As indicated in Table E-18, respondents expected to
receive an average of 1.61 promotions in their first year
of active service. Females and Navy personnel expected to
be promoted less than their counterparts. To a lesser
extent, Hispanics and Air Force personnel also expected to
be promoted at a less than average frequency. The adjusted
expected number of promotions generally increased with
entry age. Therefore, on the average, older respondents not
only entered active duty at a higher grade (as previously noted)
,
they also expected to be promoted at a slightly faster rate.
Table E-19 reflects that 70 percent of the respondents
expressed an intention to reenlist after their initial term
of service. Relatively minor differences existed by sex,
race, and branch of service. After adjustments, moderate
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differences were present based on age at entry. As entry age
increased, reenlistment intention generally increased.
Expected active military service is contained in
Table E-20. Significant deviations from the average response
of 8.42 years were given by race and branch of service.
Whites expected to serve about two years more than Blacks
and Hispanics
. Personnel enlisting in the Air Force, Navy,
Marine Corps, and Army expected to serve longest in that
order, over a range of more than three years difference.
The adjusted expected active military service generally in-
creased as entry age increased from 18 to 25 to 35 years.
Respondents 17 years of age, however, expected to serve
almost one half year more than the mean.
On the average, respondents indicated that they
expected to be neither satisfied nor dissatisfied with
military life (Table E-21) . Responses varied little by sex,
race, and branch of service. The adjusted anticipated
satisfaction with military life increased rather slightly
as entry age increased.
In summary, younger respondents more often enlisted
to get away from home, serve their country, and receive
training relevant to a civilian job. Older respondents
more often enlisted to better themselves and prove them-
selves. Younger enlistees frequently entered the Delayed
Entry Program to finish school and for time off, while older
enlistees frequently did so to wait for a desired military
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job or location to become available and to settle personal
affairs
.
Older enlistees had a greater desire to serve in the
Air Force and a lesser desire to serve in the Army than
younger enlistees. By entry age cohort, a large, fairly
constant proportion of respondents would have enlisted
for the same job even if they had not received a bonus.
Only minor variation existed between respondents' desires
and expectations concerning assignment location following
initial training. Older enlistees expected to receive
slightly more promotions in their first year of active
service than younger enlistees. Older enlistees also in-
tended to reenlist more often and to complete more active
service than younger enlistees. Anticipated satisfaction





This study examined the relationship of entry age to
various data concerning enlistees' individual characteristics
and family background, educational background, civilian
labor force experience, recruiting process, and enlistment
characteristics and perceptions. All of the data were
collected in the 1979 Department of Defense Survey of Per-
sonnel Entering Military Service.
The survey data were stratified into nine age cohorts
according to age at entry into active military service and
were examined primarily using the technique of multiple
classification analysis. The purpose of this analysis was
to assess the impact of the recent trend of accessing in-
creasing proportions of older individuals. Specifically,
the data were analyzed by entry age to determine differences
among enlistees in indicators of quality and in other areas
for which age could be a factor in formulating manpower
policy
.
The previous chapter contains the specific findings
concerning the relationship of entry age to the survey data,
divided into the following sections: individual and family
background, educational background, civilian labor force
experience, the recruiting process, and enlistment charac-




With respect to individual and family background,
older respondents were much more often married than younger
respondents. Older respondents had been married slightly
longer and had slightly more dependents than younger respon-
dents. The residence of older individuals was more often
a large city and less often a rural town than the residence
of younger individuals. The physical condition of personnel
entering military service was about the same for all entry
ages .
Younger enlistees lived with their parents or guardians
much more often than older enlistees. Older respondents'
families had more annual income than younger respondents
families. The educational attainment of enlistees' parents
appeared to be independent of entry age. The proportion of
enlistees whose fathers had served in the military was
unrelated to entry age, while the number of enlistees
'
siblings who had served on active duty increased slightly
as entry age increased.
Concerning education, older individuals attained a higher
level of education and performed better in school than
younger individuals. Older enlistees had higher educational
aspirations than younger enlistees, and more planned to
enroll in the VEAP in order to obtain money for college.
A much larger proportion of younger than older enlistees




In the area of employment, older individuals were more
often employed while working more hours and earning more
per hour than younger individuals. Older enlistees had
been employed full time more often and had worked for more
employers than younger enlistees. Younger enlistees had
participated more frequently in government sponsored job
training programs
.
There was no apparent age dependency for individuals
who enlisted due to an inability to obtain civilian employ-
ment. All age cohorts considered steady employment to be
a very important job characteristic; however, there was a
decreasing tendency to be fired from a job as entry age in-
creased. Relatively low paying alternative civilian employ-
ment opportunities generally would have less impact as entry
age increases.
Certain survey data pertaining to the recruiting process
appeared to be entry age dependent. The proportion of
respondents who used a postcard or coupon to request infor-
mation from a branch of service was significantly higher
for younger than older individuals. The frequency with which
older individuals initiated contact with the recruiter was
much higher than that for younger individuals. As entry age
increased, respondents were somewhat more likely to contact
only one recruiter, and recruiters from slightly fewer
branches of service were contacted. From the time of their
first contact with a recruiter, older enlistees took longer
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than younger enlistees to make the decision to enlist.
However, they took less time to enter active duty following
their decision to enlist, in large part because older per-
sonnel spent less time in the Delayed Entry Program than
younger personnel. Consideration given to enlisting in the
Reserves or National Guard was relatively constant by entry
age except for 17 year olds, who considered enlisting in
the Reserves or National Guard less often than other entry
ages
.
With regard to enlistment characteristics, the active
duty and total military obligations of enlistees were
approximately constant by entry age. As entry age increased,
respondents enlisted in the Navy porportionately more and
in the Marine Corps proportionately less. Younger respon-
dents delayed active service through the Delayed Entry Pro-
gram more frequently and for longer periods than older
respondents. Older individuals enlisted in grades E-3 to
E-5 more often than younger individuals. The proportion
of enlistees who received bonuses was essentially constant
by entry age, although the amount of the bonuses was slightly
higher for older individuals. Personnel entering the mili-
tary received a guaranteed location with comparable frequency
by age at entry.
Concerning enlistment perceptions, younger respondents
more often enlisted to get away from home, serve their
country, and receive training relevant to a civilian job.
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Older respondents more often enlisted to better themselves
and prove themselves. Younger enlistees frequently entered
the Delayed Entry Program to finish school and for time
off, while older enlistees frequently did so to wait for a
desired military job or location to become available and
to settle personal affairs
.
Older enlistees had a greater desire to serve in the
Air Force and lesser desire to serve in the Army than younger
enlistees. By entry age cohort, a large, fairly constant
proportion of respondents would have enlisted for the same
job even if they had not received a bonus. Only minor
variation existed between respondents * desires and expecta-
tions concerning assignment location following initial train-
ing. Older enlistees intended to reenlist more often and
to complete more active service than younger enlistees.
Anticipated satisfaction with military life appeared to be
independent of age at entry.
Quality is often measured by educational attainment.
Analysis in the area of education indicated that recruitment
of a larger percentage of older age individuals should im-
prove the quality of enlistees, since older enlistees per-
formed better in school while completing more years of
education and had higher aspirations than younger enlistees.
Analysis of survey data less directly related to quality
(including attitudes and intentions) reinforced the conclusion
that older enlistees were of significantly higher quality
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than younger enlistees. Thus, active recruitment of indi-
viduals not in the traditional 17 to 21 years age range
appears to be desirable in terms of enhancing overall
quality
.
Analysis also indicated several other implications
of recruiting greater quantities of older personnel.
Personnel costs could increase due to differences by entry
age in marital status and number of dependents, entry grade,
promotion expectations, and enlistment bonuses. Military
housing would probably also be affected on the basis of all
but the last item above, since entitlement to family housing
might occur sooner. Reenlistment rates and career intentions
could increase since older personnel are more positively
inclined. A larger number of individuals would apparently
enroll in the Veteran's Educational Assistance Program.
Several effects concerning recruiting programs would be
possible since certain survey data pertaining to the re-
cruiting process (specifically, desired branch of service,
responsiveness to advertising media, and manner of and
demand for recruiter contact) appeared to be entry age
dependent.
As previously noted, potential problems exist in obtain-
ing the quantity and quality of manpower required to meet
future military manpower needs. One way to overcome any
potential shortfall in quantity is to access larger numbers
of older individuals. Such a policy would also significantly




The cost effectiveness of recruiting larger numbers of
older individuals was not examined in this study. Analysis
indicated that recruiting larger numbers of older individuals
could alleviate potential problems in recruiting the neces-
sary quantity and quality of future military manpower, but
analysis also revealed that such a policy could have an
effect upon personnel costs and recruiting programs . Further
study is needed to assess whether the performance of older
individuals is consistent with indicators of improved
quality, and if so, whether the benefits outweigh any





TABLES— INDIVIDUAL CHARACTERISTICS AND FAMILY BACKGROUND
TABLE A-l
ENTRY AGE, AGE COHORT 2 5-35






























ENTRY AGE BY SEX
Sample Mean = 19.16 Years - Males
= 20.09 Years - Females
Entry Age Sample Size Males Females
17 2983 86.1 13.9
18 7505 81.7 18.3
19 4173 79.2 20.8
20 2248 75.0 25.0
21 1326 71.2 28.8
22 998 68.2 31.8
23 674 68.1 31.9
24 483 65.4 34.6
25-35 1041 59.7 40.3
Total 21431 78.0 22.0
*





ENTRY AGE BY RACE
Sample Mean = 19.24 Years - Whites
= 19.63 Years - Blacks
= 19.54 Years - Hispanics
Entry Age Sample Size Whites Blacks *Hispanics
17 2857 76.6 16.0 7.4
18 7199 72.3 20.8 6.9
19 3982 67.2 24.8 8.1
20 2130 65.2 26.6 8.2
21 1272 63.8 26.3 9 .9
22 950 64.3 27.3 8.4
23 648 63.0 28.2 8.8
24 • 460 67.6 23.5 8.9
25-•35 965 64.5 26.7 8.8
Total . 20463 69.5 22.7 7.
*





ENTRY AGE BY BRANCH OF SERVICE
Sample Mean = 19 . 50 Years - Army
= 19.14 Years - Navy
= 19.66 Years - Air Force














































































MARRIED: YEARS OF MARRIAGE
Sample Mean = 1.64 (Years)



























MARRIED: NUMBER OF CHILDREN
Sample Mean = 0.75 (Children)




























MARRIED: SPOUSE WAS ON OR PLANNED TO ENTER ACTIVE DUTY
Sample Mean =18 (% Positive Responses)




























NOT MARRIED: ENGAGED TO BE MARRIED
Sample Mean = 2 7 (% Positive Responses)




























Sample Mean = 0.25 (Dependents)



























TOWN OR CITY OF RESIDENCE
Sample Mean = 21% Rural Town
= 33% Small City
=24% Medium City
































Percent within entry age cohort after
adjusting for the effects of sex, race,




SHARE OF EXPENSES PAID

















































































































































































6 = Far Above Average
5 = Above Average
4 = Slightly Above Average
3 = Slightly Below Average
2 = Below Average




LIVED WITH PARENT (S) OR GUARDIAN (S)


















































LIVED WITH PARENT (S) AT AGE 14


















































NUMBER OF STATES/COUNTRIES LIVED IN
















































FATHER HAS BEEN ON ACTIVE DUTY



































































































NUMBER OF SIBLINGS WHO HAVE BEEN ON ACTIVE DUTY
















































19 7 8 FAMILY INCOME

















































ANY 19 7 8 FAMILY INCOME FROM PUBLIC ASSISTANCE




















































Sample Mean = 11.9 3 (Years
Variables Sample Unadjusted Adjusted Level of









24 142 11 .95
25-35 261 12 .18
Sex .026
















Sample Mean = 11.81 (Years)
Variables Sample Unadjusted Adjusted Level of






21 388 11 .91
22 298 11 .73
23 227 11,.85
24 165 11 .94



















Sample Mean = 11.79 (Years)
Variables Sample Unadjusted Adjusted Level of


























SCHOOL GRADE POINT AVERAGE













































HIGH SCHOOL MINIMUM COMPETENCY TEST
Sample Mean = 92 (% Passed)




























Sample Mean = 29 ( % in School)



























MAIN REASON FOR DELAYED ENTRY: TO FINISH SCHOOL
Sample Mean =25 (% Positive Responses)




























Sample Mean =25 (% Positive Responses)



























JOB REQUIREMENTS FOR MENTAL SKILLS
Sample Mean = 2.4 (Level of Importance*)

























3 = Very Important
2 = Somewhat Important











A REASON FOR ENLISTMENT: TO OBTAIN MONEY FOR COLLEGE
Sample Mean =53 (% Positive Responses)



























VETERAN'S EDUCATIONAL ASSISTANCE PROGRAM INTENTION
Sample Mean = 7!5 (% Planned Participation)




























Sample Mean = 14.18 (Years)
Variables Sample Unadjusted Adjusted Level of







22 846 15 .08
23 577 15,.49
24 412 15 .58
















TABLES—CIVILIAN LABOR FORCE EXPERIENCE
TABLE C-l
EMPLOYMENT STATUS
Sample Mean = 32 (% Employed)








































EMPLOYED: HOURS PER WEEK
Sample Mean = 34.8 (Hour:5)
Variables Sample Unadjusted Adjusted Level of
Size Mean Mean Significance
ENTRY AGE < .001

























Sample Mean = $3.67
Variables Sample Unadjusted Adjusted Level of
Size Mean iMean Significance








24 128 4 .80











AIR FORCE 1384 3.72





















10 office and clerical worker
21 service worker
18 trades or crafts worker
9 machine or transportation
operator




2 owner or proprietor
2 manager or administrator
(other than farm)




PREVIOUS CIVILIAN JOB CLASSIFICATION: OFFICE AND CLERICAL WORKER
Sample Mean =10 (% Positive Reponses)



























PREVIOUS CIVILIAN JOB CLASSIFICATION: SERVICE WORKER
Sample Mean =21 (% Positive Responses)



























HAVE BEEN EMPLOYED 30 HOURS PER WEEK
Sample Mean =88 (% Positive Responses)












































































HAVE BEEN EMPLOYED IN GOVERNMENT SPONSORED PROGRAM
Sample Mean =14 (% Positive Responses)



























HAVE RECEIVED UNEMPLOYMENT COMPENSATION
Sample Mean = 1(D (% Positive Responses)



























19 7 8 EARNINGS
Sample Mean = $2467
Variables Sample Unadjusted Adjusted Level of
Size Mean Mean Significance

























HAVE BEEN FIRED FROM A JOB
Sample Mean =18 (% Positive Responses)



























HAVE BEEN LAID OFF FROM A JOB
Sample Mean = 2i3 (% Positive Responses)



























HAVE QUIT A JOB DUE TO INSUFFICIENT PAY
Sample Mean = 37 (% Positive Responses)



























HAVE QUIT A JOB DUE TO POOR ADVANCEMENT OPPORTUNITY
Sample Mean = 31 (% Positive Responses)




























A REASON FOR ENLISTMENT: INABILITY TO OBTAIN CIVILIAN EMPLOYMENT
Sample Mean =16 (% Positive Responses)





















NAVY 4 34 9 14





A REASON FOR ENLISTMENT: TO EARN MORE MONEY
































JOB CHARACTERISTIC: STEADY EMPLOYMENT
Sample Mean = 2. 81 (Level of Importance*)






















AIR FORCE 2340 2.83
MARINES 1049 2.81
*
-. ,-> .1 .4- Xr^-^^>-+- ^1 1-1 i-
3 = Very Important, 2 = Somewhat Important




MILITARY JOB SIMILAR TO FORMER CIVILIAN JOB
Sample Mean = 20 (% Positive Responses)



























INTENTION TO SEEK EMPLOYMENT IF INELIGIBLE TO ENLIST
Sample Mean =84 (% Positive Responses)



























ANTICIPATED ANNUAL EARNINGS IF NOT ENLISTING
Sample Mean = $50 33
Variables Sample Unadjusted Adjusted Level of
Size Mean Mean Significance

























ALTERNATIVE TO ENLISTING: CIVILIAN EMPLOYMENT
PAYING $500 PER MONTH
Sample Mean =89 (% Enlisting Anyway)



























ALTERNATIVE TO ENLISTING: CIVILIAN EMPLOYMENT
PAYING $70 PER MONTH


































REQUESTED INFORMATION THROUGH TOLL FREE NUMBER


























NAVY 9 79 26





REQUESTED INFORMATION THROUGH POSTCARD OR COUPON
Sample Mean = 29 (% Positive Responses)



























INITIAL CONTACT WITH RECRUITER
Sample Mean = 63% Contacted Recruiter at Office
= 15% Personnally Contacted by Recruiter











17 1189 58 16
18 3195 53 21
19 1787 61 17
20 919 73 11
21 578 77 7
22 441 85 4
23 289 88 4
24 204 85 4
25-35 459 87 5
Percent within entry age cohort after adjusting





TALKED WITH ONLY ONE RECRUITER
Sample Mean =50 (% Positive Responses)




























NUMBER OF BRANCHES OF SERVICE FOR WHICH TALKED WITH RECRUITER
Sample Mean = 1 .49 (Branches of Service)



























INFORMATION PROVIDED BY RECRUITER ABOUT MILITARY JOB
Sample Mean = 3.10 (Amount of Information*)











25- 35 487 3.02
Sex











4 = A Lot
3 = Some












TIME BETWEEN RECRUITER CONTACT AND DECISION TO ENLIST
Sample Mean = 4.71 (Months)
Variables Sample Unadjusted Adjusted Level of






21 732 6 .53
22 545 5,.02
23 383 6 .12
24 261 6 .74
















TIME BETWEEN DECISION TO ENLIST AND ENTRY INTO ACTIVE DUTY
Sample Mean = 3.88 (Months)
Variables Sample Unadjusted Adjusted Level of






21 804 2 .73
22 597 2 .74
23 420 3 .06
24 289 2 .93
















ARMED SERVICES VOCATIONAL APTITUDE BATTERY TESTS TAKEN
Sample Mean = 1.29 (AVSABs)



























ALTERNATIVE IF INELIGIBLE TO ENLIST IN BRANCH OF SERVICE
ENTERED: ENLIST IN ANOTHER BRANCH OF SERVICE
Sample Mean =72 (% Positive Responses)



























CONSIDERATION OF RESERVES OR NATIONAL GUARD

































TABLES—ENLISTMENT CHARACTERISTICS AND PERCEPTIONS
TABLE E-l
ACTIVE DUTY OBLIGATION



















MALE 15668 3. 80
FEMALE 4447 3. 74
Race




ARMY 8599 3 .35
NAVY 4395 4 .20
AIR FORCE 4847 4 .24





Sample Mean = 5.3 6 (Years




























Sample Mean = 4 2.7% - Army
= 21.9% - Navy
= 24.0% - Air Force




Size *Army Navy Air Force Marines"
17 2835 39 26 19 15
13 7150 44 21 22 12
19 3946 42 23 24 11
20 2113 44 21 26 9
21 1265 44 22 26 8
22 946 43 21 29 7
23 643 42 18 32 7
24 455 42 20 32 6
25-35 958 - 49 17 30 4
*
Percent within entry age cohort after adjusting for the





































MONTHS IN DELAYED ENTRY PROGRAM
Sample Mean = 3.22 (Months)
Variables Sample Unadjusted Adjusted Level Of








23 363 2 .38
24 274 2 .69

















Sample Mean = 87.6% - E-l
= 3.8% - E-2
= 7.6% - E-3




Size E-l* E-2* E-3* E-4 - E-5*
17 1185 93 3 5
18 3003 90 4 6
19 1764 90 4 7
20 884 87 5 8 1
21 593 87 5 8 1
22 443 84 3 11 3
23 288 77 3 18 3
24 197 80 4 13 4
25-35 459 72 4 21 5
Percent within entry age cohort after adjusting





Sample Mean =17 (% Positive Responses)



























AMOUNT OF ENLISTMENT BONUS
Sample Mean = $2186































































Sample Mean = 73.2% - In the U.S.
= 22.0% - Overseas






U.S.* Overseas At Sea*
17 1174 73 22 6
18 3007 74 21 5
19 1556 71 24 5
20 889 73 21 6
21 497 68 28 4
22 385 75 21 4
23 278 72 23 5
24 199 78 18 4
25-35 371 76 20 4
*
Percent within entry age cohort after adjusting




MOST IMPORTANT REASON FOR ENLISTING
Sample Mean = 20.6% - Get Away From Home
= 22.1% - Better Oneself
= 9.1% - Serve Country
= 15.6% - Prove Oneself
= 15.9% - Receive Training















17 2783 23 22 11 14 17
18 7015 24 20 10 14 18
19 3853 20 22 8 16 17
20 2064 20 22 8 19 15
21 1243 18 26 7 19 13
22 927 18 28 7 19 14
23 6 34 16 25 10 19 12
24 450 16 24 8 21 13
25-35 938 14 27 10 19 12
*
Percent within entry age cohort after adjusting

















Number of Percent of















MAIN REASON FOR DELAYED ENTRY
Sample Mean = 24.7% - Finish School
= 26.0% - Mil. Job/Location
= 29.2% - Personal Affairs
= 12.4% - Time Off
= 7.7% - Other
Entry Sample Finish Mil. Job/ Personal Time
Age Size School* Location* Affairs* Off*
17 1711 39 22
18 4534 37 20
19 2323 20 28
20 1249 7 34
21 705 8 33
22 519 6 31
23 360 5 34
24 245 7 38










Percent within entry age cohort after adjusting




DESIRED ACTIVE DUTY OBLIGATION
Sample Mean = 3.36 (Years)



























DESIRED BRANCH OF SERVICE
Sample Mean = 35.0% - Army
= 22.1% - Navy
= 30.7% - Air Force
= 12.1% - Marines
Entry Sample Air
Age Size Army* Navy* Force* Marines*
17 2839 32 26 26 16
18 7137 36 21 29 13
19 3945 34 23 31 12
20 2110 36 21 33 10
21 1258 35 22 33 9
22 938 35 20 38 7
23 642 35 18 39 8
24 457- 34 21 38 7
25-35 956 41 17 36 6
Percent within entry age cohort after adjusting




ALTERNATIVE IF NO ENLISTMENT BONUS: ENLIST
FOR THE SAME JOB ANYWAY
Sample Mean =72 (% Positive Responses)




























Sample Mean = 66.2% - In the U.S.
= 29.5% - Overseas
= 4.4% - At Sea
Entry Sample In The
Age Size U.S.* Overseas* At Sea*
17 1035 64 31 4
18 2638 66 28 4
19 1379 67 28 4
20 772 67 28 4
21 437 62 33 3
22 325 69 28 3
23 251 64 29 5
24 176 67 30 2
25-35 317 68 29 2
Percent within entry age cohort after adjusting




EXPECTED NUMBER OF PROMOTIONS IN FIRST YEAR
Sample Mean = 1.61 (Promotions)




























Sample Mean =70 (% Positive Resporises)



























EXPECTED ACTIVE MILITARY SERVICE
Sample Mean = 8.4 2 (Years)



























EXPECTED SATISFACTION WITH MILITARY LIFE
Sample Mean = 3.9 (Level of Satisfaction*)
Variables Sample Unadjusted Adjusted
Size Mean Mean
ENTRY AGE
17 2 3 31 3.79
18 6011 3.91
19 3282 3.91

















AIR FORCE 4366 3.90
MARINES 1970 3.97




1. Thomas, George, The Feasibility of Modelling the Supply
of Older Age Accessions
, Unpublished Report, Naval
Postgraduate School, September 19 82.
2. Kreutner, Steve M., Social, Economic, and Behavioral
Differences Among Enlisted Personnel Based on Age at
Service Entry
, Master's Thesis, Naval Postgraduate
School, 1982.
3. Doering, Zahava D., Grissmer, David W., and Morse,
Jane S
.
, 1979 DoD Survey of Personnel Entering Military
Service: Wave 1 User's Manual and Codebook
,
Rand, 1980
4. Doering, Zahava D., Grissmer, David W. , and Morse, Jane
S
.
, 1979 DoD Survey of Personnel Entering Military
Service: Wave 2 User's Manual and Codebook , Rand, 1980
5. SPSSX User's Guide , McGraw-Hill, pp. 439-450, 1983.
6. United States General Accounting Office, FPCD 79-34,
Needed—A More Complete Definition of a Quality First-





1. Defense Technical Information Center 2
Cameron Station
Alexandria, Virginia 22314
2. Library, Code 0142 2
Naval Postgraduate School
Monterey, California 9 3940
3. Department Chairman, Code 55 1
Department of Operations Research
Naval Postgraduate School
Monterey, California 9 39 40
4. Professor George W. Thomas, Code 54Te 4
Department of Administrative Sciences
Naval Postgraduate School
Monterey, California 9 39 40
5. Professor Paul R. Milch, Code 55Mh 1
Department of Operations Research
Naval Postgraduate School
Monterey, California 93940










c.l An empirical analysis
of the decision to en-
ter military service











of the decision to en-
ter military service




An empirical analysis of the decision to












''' ( ' U I ''I l"!
stfjsrass
